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The purpose of this study is to determine whether the 
relationships exist between (a) HRM practices; (b) KM 
practices and (c) organizational competitiveness.  In 
addition, this study also researches whether the use of 
HRM/KM within the firm leads to the creation of 
organizational competitiveness between organization 
that practice HRM/KM and those that do not.  A survey 
is conducted amongst MSC status organizations to 
determine a common practice of KM and to determine 
the degree of practices of both HRM/KM.  The study 
determines the relationship between each pair of 
HRM/KM practices as well organizational 
competitiveness levels. Organizational competitiveness 
is assessed by an established measure which integrate 
the types of innovation and types of performance 
measures subjectively, namely; comparative 
performance measure and internal performance 
measure.  HRM/KM practices are assessed from 
middle level managers both in the area of HRM and 
non HRM.   Result of this research found that there is a 
positive relationship between HRM/KM practices and 
organizational competitiveness.   Also, results indicate 
that there are significant differences in the perception 
of KM/HRM practices among various MSC status 
organizations, which had KM in place and those that 




knowledge, knowledge management, human resource, 
human resource management, organizational 
competitiveness, knowledge acquisition. 
 
1.0 STATEMENT OF THE PROBLEM 
 
In this knowledge economy era, managing knowledge 
as advocates by many scholars as knowledge 
management (KM) is not a new issue particularly in the 
US, European, Australian and even in Japanese 
counterparts.  However, as Malaysia is still in its 
transition process towards knowledge-based economy, 
knowledge management practices appears to be still in 
its infancy stage (Raja Suzana, 2004).  In this 
knowledge era, treating KM in the perspective of 
technologies and systems has been long criticized by 
numbers of proponents in knowledge-based theories of 
firm.  Rather, there has been an increasing attention on 
human perspective to accelerate the successful 
management of knowledge in the organization.   
 
This study focuses on the relationship between the 
practices of knowledge management and human 
resource management on organizational 
competitiveness.  The most important consequence of 
the linking KM and HRM practices is organizational 
competitiveness.  In terms of its dependent variable, 
competitive advantage in the context of the study refers 
to the ability of the organization to gain, retain and 
control of strategic behaviour/capability in the 
industries in which it competes.  The strategic 
behaviour/capability would be the organization 
position of adapting a practice of integrating the way 
employee do things including the strategic functions of 
human resources practices  which collaborate each 
element of knowledge management.     
 
In particular, the direct effects of HRM such as 
recruitment and selection, training and development, 
performance management, pay structure, incentives 
and benefits and labor and employee relations; has not 
been given sufficient attention.  This study starts with 
business results, gaining organizational 
competitiveness such as innovation and types of 
performance measurement and then identifies HRM 
and KM related practices and activities which drive 
these results.  Through this approach, a better 
understanding of type of innovations (Harlow, 2004) 
and performance measurement (Darroch, 2002) is 
obtained by using HRM and KM as an important 
strategy.   
 
2.0 RESEARCH OBJECTIVES 
  
The overall objective of this study is to examine the 
relationship between HRM and KM practices with a 
view of seeking to what extent the integration of both 
HRM and KM practices affects organizational 
competitiveness.  More specifically, this study attempts 
to: 
 
a) determine the level of HRM and KM practices 
amongst MSC status organizations in the 
Klang Valley; 
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b) determine the level of organizational 
competitiveness amongst MSC status 
organizations in the Klang Valley; 
c) determine whether or not a significant 
relationship exists between each HRM 
practices on organizational competitiveness; 
d) determine whether or not a significant 
relationship exists between each KM practices 
on organizational competitiveness; 
e) determine whether or not significant 
relationship exists in the practice of HRM/KM 
on organizational competitiveness between 
organizations that practice knowledge 
management and those that do not. 
 
3.0 RESEARCH METHODOLOGY 
 
Self-administered questionnaires were conducted.  
Related literatures concerning theoretical and empirical 
were reviewed.  Conceptually, business organization is 
most successful when human resource management 
practices are capable in managing issues in relations to 
people factor if appropriate measures have been taken to 
address such.  However, this study also attempts to look 
beyond the traditional way of how organizations deal 
with its human resources.  A number of studies have been 
dealing with the successful factors that organizations gain 
when adopting the practices of knowledge management 
(Mattthews & Shulman, 2005;  Chang & Chen, 2002;  
Wan et al. 2002, Gelade & Ivery, 2003; Chien, 2004; 
Takeuchi et al. 2003; Mak & Syed Akhtar, 2003).  It may 
be interesting to acknowledge and value the method of 
managing knowledge in relations to human resource 
issues so as to see whether the practices of knowledge 
management could become one of the major 
contributions to enhance organizational competitiveness.  
The relationship between these two practices may 
provide a practical view that awakes practitioners in 
arguing that the practices of KM may enhance the human 
resources productivity in many aspects of business.  This 
of course can lead to significant contributions to the 
organizational competitiveness.   The conceptual 





Figure 1: Conceptual framework 
 
The research design was mainly carried out via the 
questionnaire survey approach.  The current study 
partly adopts the survey design developed by Schuler 
and Jackson (1987); and Fisher et al., (1992), best 
choices of HRM Menus; and Knowledge Management 
practices developed by Darroch (2003). The unit of our 
analysis was therefore organization—comprised of the 
MSC status companies located in Cyberjaya and Klang 
Valley only. 
 
The methodology also described the selection of panel 
members and the development of HRM questionnaires 
in the effort to conduct the pilot study and the data 
analysis process.  The instrument was pilot tested and 
computed for its reliability using Cronbach’s 
Coefficient Alpha.  The results of the reliability test 
showed that the instrument was reliable with alpha 
values in the range of .83 to .98.  The instrument was 
then distributed to the samples who were the 
representatives of the MSC status organizations in 
Malaysia selected by random sampling.  The data was 
analysed descriptively and inferentially by using SPSS 




Profile of the Sample 
 
A total of 200 self-administered questionnaires were 
sent to respondents.  Of these, 73 managers responded 
to the survey, representing a 32% response rate.  
However, only 60 completed questionnaires were 
deemed usable for the study. The result of the profile 
















Table 1: Profile of the sample. 
 
 F Percent  F Percent 
Present 
position 





employees  44 73.3 
  Human Resource 
Manager 27 45.0 
  100 - 499 
employess 14 23.3 
  Senior HR Executive 6 10.0   499-999 employees  1 1.7 
  Non Human Resource 
Manager 21 35.0 
  Total 
59 98.3 
  Total 57 95.0  System 1 1.7 
Industry Software Development 26 43.3 USA 3 5.0 
  Telecommunication/ 






  Hardware/ Electronic 
Design 2 3.3 
  Malaysian 
54 90.0 
  Consultancy 1 1.7   Japanese 1 1.7 
  System integration 2 3.3   Indian 1 1.7 
  Education/ Training 4 6.7     
  Internet based Business 10 16.7     


















under 2 years  
5 8.3 
  better than previous  55 91.7   2-5 years 12 20.0 
  Same as last year 1 1.7   5 -10 years 33 55.0 
  Total 59 98.3   10 -25 years 9 15.0 
      15 -20 years 1 1.7 
Total 60 100.0  Total 60 100.0 
 
What are the levels of HRM practices amongst 
MSC status organization in the Klang Valley, 
Malaysia and its relationship between KMP and 
Organizational competitivenss? 
 
In an attempt to investigate the level of HRM 
practices in these 60 organizations, a five point scale 
was used to measure the five areas of HRM practices 
namely; recruitment and selection; training and 
development; performance management; pay structure, 
incentive & benefit and labor & employee relations.  
The results of the practices are illustrated in Table 2.  
 
Table 2: Levels of Human Resource Management Practices and its relationship between KMP and Organizational competitiveness 
 
  KAC KDE ROK INO CPM IPM 
Recruitment and selection 
on HRM Practices 
Pearson 
Correlation 
.335(**) .257(*) .330(*) .373(**) .241 .287(*) 
  Sig. (2-tailed) .009 .048 .011 .003 .063 .026 
Training and Development 
on HRM practices 
Pearson 
Correlation .031 .099 -.118 .084 -.039 -.060 
  Sig. (2-tailed) .812 .454 .372 .521 .768 .649 
Performance Management 
on HRM practices 
Pearson 
Correlation .046 .264(*) .002 .217 .112 .178 
  Sig. (2-tailed) .724 .042 .989 .095 .394 .173 
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  KAC KDE ROK INO CPM IPM 
Pay structure, incentive 
and Benefits on HRM 
practices 
Pearson 
Correlation .017 .135 -.219 .188 .205 .040 
  Sig. (2-tailed) .898 .305 .096 .150 .115 .762 
Labor and Employee 
relations on HRM 
practices 
Pearson 
Correlation .167 .071 -.076 .108 .161 .097 
  Sig. (2-tailed) .202 .590 .565 .412 .218 .461 
Knowledge Acquisition Pearson 







  Sig. (2-tailed)   .000 .004   .000 .000 










Correlation .365(**) .423(**) 1 .447(**) 
.537(**
) 1 
  Sig. (2-tailed) .004 .001   .000 .000   
        
*   Correlation is significant at the 0.05 level (2-tailed). 
** Correlation is significant at the 0.01 level (2-tailed). 
Notes: KAC – knowledge acquisition, KDE – knowledge dissemination; ROK – responsiveness to knowledge; INO – innovation; 
CPM – comparative performance measure; IPM - Internal performance measure 
  
 
As displayed in the above table, recruitment and 
selection correlated with all three practices of KM at 
both 0.01 and 0.05 levels.  This indicates that the level 
of practices of KM by respondents affect HRM 
positively.  The performance management appears to 
be only correlated positively with knowledge 
dissemination at the 0.01 level.  However, the results of 
the other three of HRM practices, namely; training and 
development, pay structure, incentive and benefits as 
well as labor and employee relations were found to be 
not significant with any of those three KM practices. 
Based on the five practices of HRM and three 
practices of knowledge management and the three 
types of organizational competitiveness; namely, 
innovation types, internal performances measures and 
comparative performance measures; the survey 
attempts to seek the relationship between these 
variables. Results shown that there were positive and 
significant correlations between HRM/ KM practices 
and organizational competitiveness.   
 
What are the levels of KM practices amongst MSC 
status organization in the Klang Valley, Malaysia? 
 
This study also attempted to investigate the level of 
KM practices in these 60 organizations.  To determine 
the level of KM practices, a five point scale was also 
used to measure the three areas of KM practices, 
namely; knowledge acquisition, knowledge 
dissemination and responsiveness to knowledge.   The 
result is indicated in Table 3: Levels of Knowledge 
Management Practices. 
 


















Knowledge Acquisition           60 100.0 
 Organization values 
employees’ attitudes and 
opinions 
1 1.7 7 11.7 22 36.7 24 40 6 10 60 100.0 
Organization has well 
developed financial 
reporting systems  
1 1.7 4 6.7 8 13.3 23 38.3 24 40 60 100.0 
Organization is sensitive to 
information about changes 
in the market place 
  3 5 3 5 29 48.3 25 41.7 60 100.0 
Science and technologies 
human capital profile 
1 1.7 4 6.7 24 40 30 50 1 1.7 60 100.0 
 499 
Organizations works in 
partnership with 
international customers 
1 1.7 4 6.7 25 41.7 26 43.3 4 6.7 60 100.0 
Organizations gets 
information from market 
survey 
1 1.7 2 3.3 9 15 35 58.3 13 21.7 60 100.0 
Knowledge Dissemination             
Knowledge is disseminated 
on-the-job 
  1 1.7 16 26.7 32 53.3 11 18.3 60 100.0 
Use of specific technique 
to disseminate knowledge 
  3 5 12 20 34 56.7 11 18.3 60 100.0 
Organization uses 
technology to disseminate 
knowledge 
2 3.3 27 45 20 33.3 8 13.3 3 5 60 100.0 
Organization prefers 
written communication 
  2 3.3 11 18.3 21 35 26 43.3 60 100.0 
Market information is 
freely disseminated 
  1 1.7 8 13.3 25 41.7 26 43.3 60 100.0 
Responsiveness to 
Knowledge 
            
Responds to customers     11 19 41 70.7 6 10.3 58 96.7 
Well-developed marketing 
function 
1 1.7     16 27.1 42 71.2 59 98.3 
Respond to technology   2 3.4 6 10.2 21 35.6 30 50.8 59 98.3 
Responds to competitors     6 10.2 25 42.4 28 47.5 59 98.3 
 
 
What are the levels of organizational 
competitiveness amongst MSC status organization 
in the Klang Valley, Malaysia? 
 
In order to determine the level of organizational 
innovativeness, the respondents were asked to indicate 
the level of innovation they had achieved in the five 
areas.  High percentage of respondents, 33 (55%) were 
reported for giving “somewhat agreed,” followed by 23 
(38.3%) reported “agreed very much.”  Only 3 (5%)  
and 1 (1.7%) “agreed very little” and “completely 
agreed” respectively to the level of innovation that the 
organizations had achieved.  The second measure of 
organizational competitiveness is comparative 
performance measure.  Some 32 (53.3%) of the 
respondents indicate that their organizations were in a 
position of no capabilities and 28 (46.7%) claimed that 
their organizations are comparatively below average.  
The third measure of organizational competitiveness is 
internal performance measure.  More than half of the 
respondents, 34 (56%) reported that the internal 
performance measure of their organizations were good, 
followed by 17 (28.3%) said that it was average, 8 
(13.3%) claimed that their organizations were the best 
in class and only 1 (1.7%) reported below average.  
The result is further illustrated in Table 4: Levels of 
organizational competitiveness. 
 
Table 4: Levels of organizational competitiveness  
 
Organizational 














Innovation types   3 5 33 55 23 38.3 1 1.7 60 100.0 
- ability to launch new products that the first of their kind in the world 
- often introduce new ranges of products 
- often add new products/services 
- often change products to reduce costs 






average  Average  Good 
Best in 
class 







32 53.3 28 46.7       60 100.0 
- more profitable 
 500 
- have greater market share 







Average  Good Best in 
class 







  1 1.7 17 28.3 34 56.7 8 13.3 60 100.0 
- Performing better than 12 months ago 
- performing better than 5 years ago 
- over the past 12 months, met its performance objectives 
- over the past 5 years, met its performance objectives 
- able to generate new knowledge 
- organization share, improve and use knowledge available within the organization 
 
 
The relationship between HRM/KM practices and 
organizational competitiveness between 
organizations that practice knowledge management 
and those that do not 
 
In illustrating the differences between 
organizations that practice KM and those that do not, it 
appears that KM practices were found to be positively 
significantly correlated with all three factors of 
organizational competitiveness at the 0.01 levels.  
While for HRM practices, two factors of organizational 
competitiveness, namely; innovation types and 
comparative performance measures were found to be 
correlated at the 0.05 level, while internal performance 



































































**  Correlation is significant at the 0.01 level (2-tailed). 
*  Correlation is significant at the 0.05 level (2-tailed). 
 
This finding means that the samples’ use towards the 
practices of both KM and HRM has a significant and 
positive relationship with organizational 
competitiveness compared to the samples’ of those 
without using the practice of KM.  This evidence 
further leads the researcher to develop a model as 
illustrated in Figure 2: A Model of strategic linking 




r = 0.255 
p = 0.049 
r = 0.539 
p = 0.0001 
r = 0.310 
























The current findings of this survey are the evidence of 
the obstacles organizations had to encounter through 
creating knowledge-based organization.  It is clear 
from the above that human resources departments play 
a significant role in driving KM solutions.  However, 
they face the difficulty in ensuring that employees are 
not misdirected people going through the “ritual 
dances” of KM solutions when the problems of the 
organization are really quite different (Soliman, 2000).  
It has been shown that many problems could be 
avoided through appropriate pre-employment screening 
of applicants, when selecting individual externally.  In 
addition to these roles, HR departments could drive the 
knowledge management through assistance in avoiding 
poor recruitment and selection; poor training; unfair 
rewards, benefits, performance management and lack 
of succession planning and development.   
 
Consequently, in our empirical analysis of these 
overall ideas, the researchers began by finding a strong 
linkage to users is conducive to the need of the 
organization.  With respect to the application of HRM 
practices and based on the descriptive analysis, our 
data revealed some possible pattern of HRM practices.  
Hence, in our analysis, the HRM practices emerged 
out of this analysis, while previous contributions in the 
field have assumed different practices from the outset.  
Using this, the researchers identify a set of HRM 
practices which appears to be mostly used amongst 
these organizations. 
 
HRM requires searching for sets of policies and 
practices that have a reasonable chance of producing 
capabilities that are valuable to the company.  A 
significant association in HR strategy is that of 
integration with KM as well as with overall business 
strategies, which in practice is difficult to achieve.  A 
way of handling this problem is HRM practitioners to 
achieve an understanding of how KM could facilitate 
such opportunities.  This involves understanding 
corporation intentions for growth, and emphasize of 
increasing competitiveness.  It can be concluded that 
HRM practices with integration of KM activities can 
help to create sustainable competitive advantage when 
they are aligned with a firm’s competitive strategy. 
 
Future research should examine the differences among 
industries, and measure accurately the relative 
importance of the factors that affect HRM practices 
and knowledge development.  Because these relations 
are not fully investigated, the researchers suggest 
additional studies concerning the industries where 
knowledge workers have a more defined and important 
role.  Future research on managers’ attitudes facing the 
linkages between knowledge management and human 
value may have to examine carefully the role of a KM 
orientation as an effort to support adequately successful 
strategies.  Researchers in the area of HRM/KM 
practices have been consistent in their conclusions 
about the impact of effective HRM/KM practices on 
organizational effectiveness that can lead to the 
creation of organizational competitiveness.   
 
6.0 RECOMMENDATIONS  
 
Evidence from the survey suggests that regardless of 
the size, total number of employees, the numbers of 
years of operations and their competitive positions, 
although varies according to the business sectors that 
MSC status organizations venture into, thus, served as 
an important indicator in highlighting the strategies and 
goals  in managing their human resources.  Eventually, 
the greater the problems identified in the process of 
achieving strategies and goals in the organizations’ 
management of its human resource, the greater the 
challenges is likely organizations have to face. Thus, 
the idea here is to explore the level of HRM practices 
and its importance towards one organization and 













r = 0.472 
p = 0.0001 
r = 0.193 
p = 0139 
r = 0.407 
p = 0.0001 
r = 0.263 
p = 0.042 
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This study revealed that labor and employee relations 
has been given highly and positive attention amongst 
MSC status organizations as compared to the other four 
of the HRM practices been surveyed. It is apparent that 
in most of the organizations participated in this survey; 
labor and employee relations are seen as the 
responsibility of the management with their 
participations with all members.   
 
It is  likely clear that there is no single performance 
reward system will be universally appropriate or 
effective.  The third levels of HRM practices indicated 
that MSC status organizations had several methods of 
managing their performance management.  These 
organizations also tend to evaluate employee 
performance based on short-term criteria and 
individual oriented.  Most of the organizations agreed 
that employee performance is based on behavioural 
criteria with developmental orientation.   
 
As evidence to this  survey, some technologies that get 
highly associated and facilitate knowledge sharing 
include E-mail, intranet, discussion group, customer 
management system and decision support tools.  
Hence, the findings of the survey reside in the 
limitation of some other knowledge management 
technology where it did not include enabling 
technology and the functionality or application that it 
can deliver (Raja Suzana, et al, 2005).    Future 
research may explore in-depth and distinguish the 
effectiveness of these tools in many ways it could be 
better than another to facilitate knowledge 
dissemination and sharing. 
 
On the basis of the results of the study, several findings 
can be summarized.  One of the empirical information 
resulted from this study suggests that almost all of the 
MSC status organizations agreed that innovativeness 
approach had thrown their organizations into various 
possibilities namely; being able to launch new products 
or services that are the first of their kind in the world; 
being able to introduce new ranges of products or 
services that are not previously offered by the 
company; being able to add new products or services to 
the existing one; being able to improve or revise 
existing products or services; being able to change the 
organizations’ products or services in order to reduce 
costs and lastly being able to reposition existing 
products or services. 
 
Performance management appears to be positively 
correlated with knowledge dissemination at the 0.05 
level.  Though there appears to be yet any empirical 
research on the validity of predictor measures of 
knowledge-based competition per se, several studies 
have examined measures that are relevant.  The HRM 
practices were found to be correlated with 
organizational competitiveness in terms of explaining 
the types of innovation and comparative performance 
measures.  The only measure under organizational 
competitiveness that is not correlated with HRM 
practices is the type of internal performance measure.  
Though particularly true, depending on the skill level 
and extent of nature organizational required to perform 
a job, HRM practices could practically manage their 
employees so as to reduce turnover; where the 
replacement cost of employees could be many times 
than their salary and benefits.  Thus, human resources 
functions do influence employee development.   
 
The power of HRM that contribute to the creation of 
organizational competitiveness comes from the 
integration and coordination of all the programs and 
practices that have the biggest impact on competency 
and performance of the individual (Hall, 2004).  The 
integrated approach would allow the Human Resource 
department to make better hiring decision and provide 
new employees with opportunities to learn and grow 
within organizations; the training staff to view the job 
opportunities of future hires and thus plan what kind of 
training this individual will require in order to develop 
competencies they will need to grow and succeed in the 
organizations. 
 
From the result, there appear also many knowledge 
areas for human resource professionals are held 
accountable, but some knowledge areas are simply 
more important and strategic than others in that they 
provide the most effective lever for change.  Hence, 
effective HRM is no longer concerned with supplying, 
and executing a standard set of policies and procedures.  
Rather, it requires questioning and understanding the 
relationship between association of managing people, 
the strategies and goals of the organizations and the 
possibilities presented by the external environment.  
 
Organization that had KM in place appears to innovate 
and grow at much positive outcomes compared to those 
that do not have KM.  Hence, the influence of KM 
should be considered to support and also provide 
insight into how knowledge workers can contribute to 
obtain better results.  However, management must 
consider that knowledge is not a simple and unique 
entity.  The commitment to generate new discoveries 
and a more demanding understanding is not enough.  
The organizations need to look for the knowledge that 
is able to add value.  The function of HRM is crucial in 
a way it should integrate, tolerate and facilitate each 
process of KM which could bring some values.  Value 
adding knowledge is very different to an information-
mix.  This mix can be important, but first it is 
necessary to find out the markets perceive the presence 
of value.  These considerations can be taken as a 
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